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	Purpose of the Report
	This report sets out the measures in place to support the management of staff sickness absence within the Primary Care & Therapies Service Group.

The report provides assurance of the Primary Community Care & Therapies Service Group leaders responsibilities and the need for improvement in the management of sickness absence.


	Key Issues



	Evidence supports that the main responsibility for supporting and ensuring our staff are fit and well in work sits critically with the relationship between line manager and staff member.

Leaders are responsible for ensuring the correct infrastructure is in place to support effective staff management around absence in line with the Managing Attendance at Work Policy. 

There are also wider responsibilities for the leadership team around creating a culture to support our staff to be engaged, motivated and healthy in work.

Each of these aspects are important in ensuring a positive trend in sickness absence reduction.


	Specific Action Required 
(please choose one only)
	Information
	Discussion
	Assurance
	Approval

	
	☐	☒	☒	☐
	Recommendations

	Members are asked to;
· [bookmark: _Hlk209539765]CONSIDER the measures introduced to support a reduction in sickness absence across the Service Group. 

· CONSIDER the additional support and scrutiny, with a particular focus on adherence to the Managing Attendance at Work Policy, leadership support and improvement in hotspot areas. 




1. INTRODUCTION

The WOD Committee have asked for further assurance of managing attendance and how we are proactively supporting sickness absence within the Primary Community Care & Therapies Service Group. 

2. BACKGROUND

The health and wellbeing of our staff is central to NHS Wales performance and both Public Health Wales and Health Education Improvement Wales CEO’s have recently outlined the need for both organisations to work closely with Health Board’s to develop a collective approach to improving staff health and wellbeing. 
They outline four priorities; resilience to infectious disease, physical resilience, psychological resilience, and the work environment, highlighting the need for organisations to share best practice using evidence-based approaches in order to develop a shared framework across NHS Wales. 
They also emphasise the need to focus on prevention and co-production, which can have the greatest workforce and population impact and benefit. It is anticipated that this model will inform the strategic focus of the health and wellbeing services support available to our staff over the short to medium term. 
The Health Board’s People Strategy. Our People Aim 1 focuses on ensuring our staff are “Engaged, Motivated and Healthy” and sickness absence is one measure for us to assess this. 
In August, Primary Community Care & Therapies sickness absence over a period of 12 months is reported as follows;
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This graph shows that despite the significant programme of work in place to support our prevention and management agenda, our sickness absence rate has increased over the last few months. 
This trend reflects the position of each Service Group across the Health Board. It is important to note that despite this increase, Primary Community Care & Therapies have maintained the lowest sickness absence rates across all Service Groups over the last 12 months. 
We are however, seeing increasing trends of sickness in certain services, for example, District Nursing, Ty Olwen and Gorseinon West Ward. Recent review suggests that we are seeing increased trends, across the Health Board, in areas under pressure linked to burnout of staff, reflected in a 50% increase in mental health referrals to the staff wellbeing service over the past 12 months.
In the context of staff availability, it is also important to note that Primary, Community Care & Therapies do not have headroom assigned to support effective financial management of staff availability and continue to work diligently to ensure the reduction of any variable pay spend used to offset sickness absence.
In terms of management of sickness absence within effective rostering, it would be expected that services accommodate long term sickness within regular and effective rostering, but it is accepted that this is a challenge in the management of short-term absence. 
The current forecast, based on trend, suggests the trajectory for long-term sickness absence is that it will fall in coming months, but that short-term sickness is likely to rise. The proactive management of attendance, health and wellbeing at work is therefore paramount.

3. EFFECTIVE SICKNESS ABSENCE MANAGEMENT
To ensure the management of sickness absence is effective across the organisation the following recommendations were made by Workforce and OD;
1. A fit for purpose policy and adherence.
2. Support management skills required to implement effectively.
3. A proactive approach and strategy.
4. Effective management of sickness absence by managers.
5. The right Performance Management to gain assurance of impact.
6. An overarching cultural approach to Health and Wellbeing.
The Primary Community Care and Therapies Service Group have developed a plan, aligned with our People Strategy, to ensure delivery against the above recommendations to improve sickness absence.


4. GOVERNANCE AND RISK ISSUES

Ensuring the management of sickness absence, health and wellbeing strategies remain a high priority due to increasing priority demands and organisational change.

Supporting managers to effectively implement health and wellbeing strategies, maintain a cultural approach to health and wellbeing and proactively manage attendance at work, during organisational change to prevent increased sickness absence. 


5.  FINANCIAL IMPLICATIONS

The paper does not set out the direct or indirect cost of absence across the Service Group, but recognises the impact of effective, pro-active management of attendance at work on the reduction of sickness absence and associated costs.

6.  RECOMMENDATION

The Committee are asked to;
· Consider the measures introduced to support a reduction in sickness absence across the Service Group. 

· Consider the additional support and scrutiny, with a particular focus on adherence to the Managing Attendance at Work Policy, leadership support and improvement in hotspot areas.


 
	Governance and Assurance


	Link to Enabling Objectives
(please choose)
	Supporting better health and wellbeing by actively promoting and empowering people to live well in resilient communities

	
	Partnerships for Improving Health and Wellbeing
	☒
	
	Co-Production and Health Literacy
	☐
	
	Digitally Enabled Health and Wellbeing
	☐
	
	Deliver better care through excellent health and care services achieving the outcomes that matter most to people 

	
	Best Value Outcomes and High Quality Care
	☒
	
	Partnerships for Care
	☐
	
	Excellent Staff
	☒
	
	Digitally Enabled Care
	☐
	
	Outstanding Research, Innovation, Education and Learning
	☐
	Health and Care Standards

	(please choose)
	Staying Healthy
	☒
	
	Safe Care
	☒
	
	Effective  Care
	☒
	
	Dignified Care
	☐
	
	Timely Care
	☒
	
	Individual Care
	☐
	
	Staff and Resources
	☒
	Quality, Safety and Patient Experience

	Evidence demonstrates a direct correlation between staff health and wellbeing/experience and high-quality patient care and outcomes. Supporting and enhancing staff wellbeing and increasing attendance at work will help fulfil the aims of the people strategy and 10-year vision and contribute to improved patient safety and experience. This approach supports the People Strategy, Managing Attendance at Work (MAWW) policy principles and incorporates the “Healthier Wales Quadruple Aim” of supporting staff health & wellbeing.


	Financial Implications

	Many of the interventions and actions identified can be implemented within current resources and it is anticipated that the reduction of sickness absence will contribute to the Health Boards’ financial plans and help meet anticipated cost-savings.


	Legal Implications (including equality and diversity assessment)

	Ensures compliance with Equality Act 2010.


	Staffing Implications

	Continued focus on increased wellbeing support and compliance with Policy will positively impact staffing.
 

	Long Term Implications (including the impact of the Well-being of Future Generations (Wales) Act 2015)

	Actions outlined in report promote “A Healthier Wales Quadruple Aim” these being;
· Improved population health & wellbeing,
· Better quality & more accessible health & social care services,
· Motivated & sustainable health & social care workforce.
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